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EXECUTIVE SUMMARY  
Project Summary 
Human resources (HR) practices have been evolving to accommodate changes in the business and 
social environments. Recent research by the authors indicate that in the U.S. Navy institutional norms 
and work practices are evolving and are likely to have increasing impact on recruiting and retention.1 The 
current research will investigate changes in industry HR on-boarding practices for executives through 
a systematic, narrative literature review and interviews of subject matter experts. This research will 
support innovation in Department of Navy (DoN) HR practices by providing the DoN HR community 
with (1) knowledge of innovative industry practices and (2) recommendations based on an assessment 
of the applicability of industry best practices to the Navy’s specific context.  
Keywords:  onboarding, executive onboarding, leadership development, leader assimilation, leader’s role 
transitions, federal, SES. 
Background 
HR practices are continually changing to accommodate changes in the business and social 
environments. This research will investigate and assess exemplary HR on-boarding practices for 
those in a leadership role through a systematic, narrative literature review and interviews of subject matter 
experts. This research will support innovation in DoN HR practices by providing the DoN HR 
community with (1) knowledge of innovative industry practices and (2) recommendations for improving 
civilian onboarding practices for Navy executives. 
Findings and Conclusions  
Executive onboarding, as defined by the Office of Personnel Management (OPM), is "the acquiring, 
accommodating, assimilating and accelerating of new leaders into the organizational culture and 
business.2" This paper looks at recommended practices for executive onboarding by first examining the 
role of leadership in an organization and then by looking at recommended practices for onboarding new 
leaders. Combining a literature review of industry and academic publications with in-person interviews, 
the researchers explored four research questions:  
• What are current practices in executive on-boarding?  
• What are the desired outcomes from an on-boarding process?  
• How do you track those outcomes?  
• What are some of the barriers and opportunities in developing leaders? 
 
To date, researchers have completed the literature review and conducted interviews with over 50 industry 
professionals from companies such as Plantronics, Intel, Xilinx, Disney, Adobe, and the Gates 
Foundation. A student thesis is in progress and interview data is being analyzed. Preliminary findings 
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indicate that one must first understand the roles and goals of effective leadership in order to assess the 
best practices in executive onboarding. Richard Bolden, and others from the Centre for Leadership 
Studies, have identified a number of measurable effects associated with successful leadership3. These 
effects include effects related to personal development, strategy, culture, and relationship building.   
Personal development involves what the Navy calls ‘Leading Self’ and ‘Leading Programs’4. It includes 
developing individual leadership skills such as communication, ethics, problem-solving, conflict 
management, and resilience. It also includes developing competence, setting career goals, establishing 
continual learning processes and understanding personal work preferences and attitudes. Measurable 
effects include personal productivity, skill competence, self-awareness, ability to think strategically, and 
turnover. 
Strategic outcomes are those that support specific organizational goals. Strategic effects include 
profitability, reduced wastage, the health of partnerships, and innovation. Strategic activities include 
determining risks and problem areas, articulating and building consensus on the vision, considering 
improvements in organizational structure, identifying early wins, and aligning with senior leadership. For 
the Navy, the skills associated with strategic outcomes are called “Leading Program” and “Leading 
Institutions.”5 
Cultural integration is especially important when considering the role culture plays in building a highly 
functioning organization. In a 2015 survey by McKinsey, executives said in retrospect, they would have 
acted much quicker in putting their teams in place and in understanding the organizational culture.6 
Cultural integration activities include everything from understanding normal protocols to building an 
environment of safe question asking and ethical behavior. Measures of effectiveness for cultural 
integration include shared values and lower resistance to change, increased productivity, decreased 
absenteeism, and a willingness to work overtime. In the Navy, cultural integration is tied to ‘Leading 
Teams’ but is not specifically called out. 7 
Relationship building is the final leadership skill and is one that is often thought to be the most important 
in becoming an effective leadership and delivering strong organizational performance. Relational effects 
include increased accountability, high levels of employee engagement, efficient team work, and ongoing 
feedback and situational awareness. Relationship building activities include communicating with key 
stakeholders, peers and superiors, meeting with direct reports and staff, developing others, and joining in 
networking activities. For the Navy, this is described as ‘Leading People’ and ‘Leading Teams’8. 
These are the metrics across which any executive onboarding program should be evaluated. 
Recommendations for Further Research 
Because leadership is a process of influencing people, it can exist at any level and requires a long term 
developmental approach to talent management that begins with recruiting and continues throughout a 
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career. The final report will identify common leadership gaps, problems with existing onboarding 
programs in industry, and best practices for implementing an onboarding program.  
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